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HIMORANDUM FOIL: Leputy Director for Administration
Deputy Director for Intelligence
Deputy Dircctor for Operations
hupa;iﬁﬁirectar for Science and
Teckpology
Chairasn, Senior Executive Carear
Service Panel

SUBJECT : FUP Part II, Developmental Profiles
REFERERCES ¢ 8. Heamo for leads of Career Services fr

BCI dtd 16 Sep 74, subj: Perscamel
Development Frogram FY 1873

b. Memorenda for Career Services fr U/Pers
{(attached)

1. The Developmental Profiles prepared by the {areer
Service Subgroups as Part II of the Agency’s Personnel
Development Program have been reviewed by the Office of
Personnel and returned to the respective Career Ssrvices
with annotated comments acd observations. As a whole, the
Profiles are well begun and most show considerable thought
and effort st the Subgroup level. Eefore being published,
hewever, many need additienal work and all should be reviewed
at the Directorate level to insure that the degroe of uni-
formity sad steadsrdization deternined to be heneficizl and
practical is incorporated in the individual Profiles. The
nissing element in the Proflles appeared to be an overall
review by the Career Service and an effort to establish
ubjectévgs witlch would be common for the Service enplovess
a8 & whole.

2. In the study of the individusl Subgroup Profiles,
we found a number of innovative ideas and helpful solutiens
to gfﬁﬁi%ﬁ& of career track development 3s wgll as a fow
weaknesses whick sppeared to be common te & large number of
the plans. As an aid to the Services in their own reviews
and revisions, listed herein are some of the speclal
strengths and weaknesses identified in the submissiocns.
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Strengths

a. The use of "Probable” and "Possible” for
assiznment and treining provides a differentiation between
the norm or expected and the extra or exceptional.

» b. The inclusion of sections citing Performance
Standards, Potential Assignments or Career Opportunities
defines more clearly for the employee what 1s expected for
advancement, assignment to particular or special dutties,
and moves to other career tracks.

€. A statement of the developmental foal or the
purpose to be accomplished by, as well as the priority of,
the assignment or training is ancther way of providin; guid-
ance to the erployee or supervisor.

d. The listing of intra or inter Career Scrvice
assignments, ldentified either for specific traiming pur-
poses or as a rotational tour for lanfar tera development
and bsckground broadening purposes, highlights the signifi-
cance and availability of these assignments.

@. The identification of special type assignments
such &8s "Special Assistant to Division Chief" or "part-time
staff officers on committees or panels" focuses attention
on the developmental uses that can be made of these limited,
but valuable, opportunities.

f. The offer of fiscel and financial management
treining is & reminder of the need for prospective Agency
nz?g§ers te have or to develep this particular managerent
s .

Neaknesses

a. As noted above, the lack of review and corre-
lation at the Career Service level iz the most prevalent
weakness, Oumission of Directorate orieantation courses,
offering of senior schools at widely warying grades and
assignmzent levels, random offering of LEQ traiming, emd
Spﬁcffying training courses by incorrect names can all be
cerrected by adhering to standards established by the Career
Service for the development of all of its professional
esployees.
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b. Some job titles appear to be rather broad
and cover toc wide a grade range to be significant to the
employee. As an example, "junior smelyst™ or "desk officer”
is given as & single entry cevering the GS-07 threugh €5-11
grades. If the title is correct, but the responsibility
isvel is different, consideration could be given to previding
s footnote explaining the variation. It is not necessary to
uste the ciassifieatien job title if another teram is more
descriptive, or more commonly used.

5. The second step in the implementatlion of Part II
of the PDP is the publishing and distribution of the Profiles
to employees and supervisors, as well as to the employee
ceunselors and Career Boards or Panels. Some Directorates

wish to publish the Profiles in their Personnel Handbooks,
ethers may wish to make them available through the super-
visors or counselors. Whatever method is chosen, employees
Bust be made aware of the existence of the Profiles and of
the irformation and service they provide. At the variecus
management training courses when the Agency's personnel
management processes are discussed, we find great interest
in the concept of the Developmental Profiles and the use
that can be made of them. Unfortunately, we also find that
many of the participants in the courses have not heard of
ther nor, in meny cases, of the New Approaches to Personnel
Managoment. The Developmental Profiles provide basic data
and will become & very effective tocl for guidance in career
development when made available to cencernmed persomnel. Ve
recognize that as the Profiles are put to use they will frab~
ably require further revisions, if not complete changes in
gome cases. They are meant to be flexible guides, amended
as necessary. Office of Personnel representatives will be
availsble for detsiled discussions or the exchange of ldeas
at any time.

4, The target date for publication of the Profiles
is 16 January 1976. The Office of Persomnnel will appreciate
receiving copies of the final version of the Profiles.
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F. ¥%. ﬁ. Janney
pPirector of Personnel

Att.
Appropriate Reference b.
Dist;ibution:
Orig - DD/A 1 - D/Pers
1 - Each Other Adse 2 - OP/RS (1 w/h)

25X1A%a or/psC/RS G : .-~ (5 Nov 75)
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MISSING PAGE

ORIGINAL DOCUMENT MISSING PAGE(S):
at. m 53(34
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